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"MEMORANDUM 


FOR: Executive Director-Comptroller 


yet Me 
‘Be : oie 
Rae 


' SUBS ECT i os Inter-Directorate Rotation s | 


i er ee ’ : : 

is ‘i ae hee g l. This memorandum reports the findings of the Committee on 
oe | Inter-Directorate Rotation which was formed in accordance with discussion 
‘of the subject in the Deputies! Meeting of 28 October 1970. , In paragraph 8. 
os it offers recommendations for your approval. me 


: : PERE 2. We have examined the pattern of rotation over a three-month 
oo. period, with particular attention to the movement of employees at grades ae 
Me “: GS-12 and above. In addition, we reviewed the developmental experience - ao 

ue a of current supergrades to see what opportunities for broadening experience" aire 

_: 2. have been available to present senior managers. Information developed 3) fs. 

‘oot dneludes the following with respect to rotation. ripeness 

oe ese 

ae Paes 


ara eae 


: a As of 31 January 1971, 162 employees at GS-12 and cee 
oo above were serving in positions across Directorate lines. |, 
, 25X9A2" °° This is approximately[__]of the Agency total of [__|ia. SL DEXGAQ: 
Du oy sane those grades. Grade distribution of the 162 wast ne eae 


ee 


“ad , ’ 
7 oe 
‘ 


me is von GSal’, oe 26 GSa1l4 «= 42 Supergrades -~ 24 ee 
one oe Sie “e ,: GSal3 a» 25 ; GSe15 a» 45 : : ; EN See 


= 7 oe cc id noteworthy that 87 (53%) are in grades GS-14 and 15. 


oy 


pe a ! c in wa b, Distribution of the 162 by Directorate to which assigned wasi : 
3 ‘DCI Area += 44 DDE 6 10% DDS&T Ane! 22 Tae 
: So DDP «= 40 Dos eke a, a ee 


wi i For details, see Tabs A through E. © 
do Sage ata é 


"2 ¢, Distribution by Career Service area from which assigned was: a4 


Oo DCL Area == 300. DDI = 45.) DDS&T (x0. 21. 
io + DDP a» 63 DORs 60 


sony 
BT fea ca 


bo, te For details see Tab Fe : ee 
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d. We analyzed the apparent reasons for the rotational 


“Tovels which were in effect in 1970), using categories and © 


a = oe mo definitions, and with results, as follows: a ne 
re Category Definition | Number 
- % i ; om es a ; : 8 i ; : - : 
i ty (1) Developmental § Development of the assignee amajor /o 7 
ae " objective. rr Yaron 
ic 1.» - (2) Special Skills © Rotation to fill a specialized position |... 
: cam 7 . fox which the Directorate has no os 
Meow — available candidate, e.g., Linguist. 183-1: 
co, oo ' (3) Standazd Rotation Assignments which a Service regularly _ 
nr ne _ os .  " - fills in another Directorate, e.g., OTR. 
. cc “ wo "Instructors, IG Officers, 9] 
4 ws | oe (nel. 39 OTR) 
as yo) (4) Suxplue - Assignment of a surplus officer to . 
soa ho tae another Directorate, usually with the -. 
7 hope that the change will become ” 
: | "permanent, -_ oe we & 
vos (5) Othex . Exceptional as signments not meeting 
od _ oo the above criteria, © 9 eh 
183 
; e. Asa significant developmental activity, though not considered 
«' -a xotational assignment, we noted that 19 non-R officers in grades 
+ GS-12 through 14 have attended the DD/S&T fiveemonth Career are 
ae Developmental Course: 10 from DD/I; 6 from DD/S; and 4 from DD/P.: |" 
oO 3.. With respect to developmental experience among supergrades, 
we s noted the following: ‘ 
Co he Off purrent supergrades, ave ‘served in ae 
; 4 ssignments in more than one Directorate. is oes not incluace |. 
vo ‘DD/S officers serving in DD/S positions ¢ overseas. For details ' 


‘ eee Tab G. 
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- bs 131 ree ies have attended senior programs . ; 25X9A2 . 
of esernet training, as follows: Pee — Q ; 


te hE ee Pe . Service War Colleges cay 
ohh os tat" Industrial College of the Armed Forces | 

oy National War College 
Imperial Defense College 


: : . | ; : age | o Advanced Management Program - Harvard 46 a Ke 
oS = . ~ Senior Seminar — oe Pe Ove 
od si... Other Senior-level University Programs. och eae Oe 
ico . Federal Executive Institute ae ee a el 
7 131 


; 4. The foregoing does not tell us how much rotation is necessary or |, ; 
desirable, but it reflects that a good deal of movement is taking place at the 90° 
_. vight Ievels. We are of the opinion that the volume of inter~Directorate oe we 
“' movement probably is adequate, but that too much of it occurs on an ad hoc. : 
‘basis, fox a variety of administrative and personal reasons other than 
4, developmental, There is a significant developmental dividend but it tends .. 
+. b {9 be a by-product of the process rather than a result of forethought and pee 
‘ : .. planning. What appears to be needed to strengthen and lend pesspechve. to... pth, 
the rotational process is action along ne following lines: ce re 
“pwd “ca, To encourage employees to make known their interest ==) 
\ in acquiring experience in other parts of the organization, , 


+ «Po monitor inter-Directorate rotation which occurs in _ - 
the normal course of business, to ensure that career develop= 
_. ment interests are given the widest possible consideration in |, 

Meng filling positions. Shea 


: Me the : c. To identify and arrange the assignment of selected _ = 

oS >... individuals to positions which are designated as lending 

“" . themselves to cross-Directorate staffing for developmental 
purposes, 


De We believe the first of these aiecues can best be achieved 
* by action within the Career Services. Each Service has channels and 
‘.° procedures whereby its members are evaluated, actions are effected, and 
_ the views and circumstances of individuals are taken into account, A few © 
‘ make a.systematic effort, by use of a form or similar document, to 
' - yecoxrd individual assignment preferences and consider them in career 
om uaa eater : pues ne best known eos is the Field en cence aad oo 
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_ Se Questionnaire (Form 202), which is used by most personnel assigned ve 
<" everseas and by OTR personnel assignedi ss sd|sSThe Office of | --25X1A6A 
1: Communications uses a somewhat different and shorter form of FRQ ae 2 
(Porm 928), A Headquarters Reassignment Questionnaire (Form 2896), ~: 

' developed originally for use by the Clandestine Service at Headquarters, |” 
_ is used to a limited extent by the CS and by the Support Career Service. 
_. A similar HRQ (Form 2906), developed by the Office of Finance, is used 

' by OF. and by the Office of Elint on an annual basis. FMSAC uses a 

» Gareer Enhancement Profile (Form 3225), a new procedure started in 1970. 


on . 
tee 
‘ 


OCI has a relatively new, internally developed form, the Employee Bienniel- 


| Assignment Review, which is the most comprehensive, all-purpose form/ 
' procedure we have observed to date. The Office of Medical Services uses . 
an internally developed letter which has the same purposes as the foregoing. *. 


(Copies of forms attached at Tab H.) Other components or Career Services 
use less formalized means. We would not propose that another standard 


' form be devised, nor that an existing form be prescribed for use uniformly 


throughout the Agency to elicit individual interest in rotation. We believe : 


it important, however, that each Career Service be required to determine . — 


individual assignment preferences from time to time, and to include con-_ 


‘sideration of rotation in planning the career development of its members, 
particularly those at GS-12 and above. 


6. The second objective should be the continuing responsibility. of 


' senior Directorate representatives who have full access to information about 


people and positions in their respective areas, We can think of no more 


Appropriate group than the present Committee, composed as it is of 
_ Divectorate Executive Officers and a senior member of the Office of Personnel. © 


Such a group should consult as necessary to maintain current awareness of 
rotational assignments in effect or contemplated, and to exchange "vacancy 


notice'' information and identify candidates. They should keep their ie cae “ 


Deputy Directors informed; and should make a joint évaluation at least 


semi-annually, with a report to the Executive Director, of the volume and 
purposes of rotational assignments in force at GS-12 and above. 


7. The third is the key objective with respect to achieving a basic 


_ number of rotational assignments for planned developmental purposes. We 


believe te oul be aenieves by: . a cay 


a. Secreeaie in each of the four Directorates, at grades 
, GS-12 through GS-15, one position at each level which could 
¥ be filled by a qualified officer from elsewhere and which would 
‘ afford siguidl cont developmental eupertence,. ent wales ee 
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anes b. Exchange of ''vacancy notice" information among the . : 
~. '0L" Executive Officers (the present Committee) concerning these, 
"positions as they become available for staffing. 


c, Identification of promising candidates by Committee 
-. members and negotiation of rotational assignments, with . | 
|. goneurrence of Deputy Directors concerned. 


Bee 9 I. 's @, Pexiodic evaluation by the Committee of the ; 
U he ee appropriateness of assignments thus effected, with reports 
ir to the Executive Director and Deputy Directors. 


8 In view of the foregoing, we offer the following recommendations: 


a. That you ask Heads of Career Services to make sure, a 
' |. .through whatever means they consider appropriate, that employees 7 
‘. have an opportunity to express assignment preferences, and that a 
mae ae _ ° votational possibilities are considered in planning the career 
Ji." - development of promising professionals, particularly at GS-12 
and above. 


ie, fe, b. That you authorize the use in each of the four Directorates 
' of positions at grade levels GS-12 through GS-15 (total of sixteen 
: passione: to be filled through inter~Directorate rotation. 


c. That the Committee on Inter«Directorate Rotation be 
continued for a trial period of a year, and authorized to carry mua. 
out we functions outiines:s jin paragraphs 6 and 7 above. take 
a  25X1A9A 


. f 


Executive Officer to the in .Executive Officer, Directorate o _ 
pg Director for Support. . -» Science and Technology 25X1A9A 
25X1A9A ‘ 
"Chief, “DDI Administrative Statt — : "chick, Clandestine Service : : 
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The recommendations in paragraph 8 are approved.) o 
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